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Leonard Bell, Wayne Henderson, and Johannes Kaindoh jointly filed an Intervenor Complaint on 
January 19, 2005, and Plaintiff-Intervenors Godwin Enagbare and Joe Willis also jointly filed an 
Intervenor Complaint on February 14, 2005. (Hereafter jointly referred to as "Plaintiff 
Intervenors"). 
The EEOC, Plaintiff-Intervenors, and WG1 desire to settle this action, and therefore do 
hereby stipulate and consent to the entry of this Decree as final and binding between WGI, 
Intervenor-Plaintiffs, and the EEOC (hereinafter "the Parties"), who are the signatories hereto, 
and their successors or assigns. The Parties have agreed that this Decree may be entered into 
without Findings of Fact and Conclusions of Law having been made and entered by the Court, 
In consideration of the mutual promises of each party to this Decree, the sufficiency of 
which is hereby acknowledged, the parties agree as follows, the Court finds appropriate, and it is 
therefore ORDERED, ADJUDGED, AND DECREED that; 
1. This Decree resolves all issues raised by the EEOC Charge Numbers: 16C-2002-
03376 and 523-2006-0062 (Baldwin); 16C-2002-03022 (Bell); 161-2002-00472 
(Enagbare);!6C-2003-00095 (Henderson); 16C-2002-03385 (Kaindoh), and 161-2002-00467 
(Willis), and allegations raised in the EEOC Complaint. This Decree also specifically resolves 
the claims raised in the EEOC Complaint asserted on behalf of all identified similarly situated 
individuals. This Decree also resolves all claims presented in the Intervenor Complaints filed by 
John Baldwin, Leonard Bell, Johannes Kaindoh, Godwin Enagbare, Wayne Henderson, and Joe 
Willis. 
2. The Parties agree and the Court finds that this Court has jurisdiction of the 
subject matter of this action and over the Parties, that venue is proper, and that all administrative 
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prerequisites have been met by the EEOC and the Plaintiff-Intervenors. No party shall contest 
the validity of this Decree and its terms. The Parties agree and understand that this Decree in no 
way affects the EEOC's right to process any pending or future charges that may be filed against 
WGI and to commence civil actions on any charges not referenced above. 
3. This Decree is being issued with the consent of the Parties without admission of 
liability and does not constitute an adjudication or finding by this Court on the merits of the 
allegations of the Complaint. 
4. WGI's Power Unit and its managers, officers, agents, successors, and assigns 
shall not discriminate against any Black/African American employee or applicant because of the 
individual's race, engage in racial harassment toward any Black/African American employee, or 
engage in related retaliation against any Black/African American individual for asserting his or 
her rights under Title VII. WGI's Power Unit and its agents shall not take any retaliatory action 
against any individual for participating in this matter in any way, giving testimony in this matter 
or asserting his or her rights under Title VII, including, but not limited to, Charging Parties, 
claimants or other witnesses in this case. 
A. MONETARY RELIEF 
5. WGI shall pay a total of $1,500,000.00 as monetary relief to Charging Parties and 
claimants. WGI shall pay the allocated amounts to the individuals listed in Exhibit B within 
fourteen (14) days of the entry of this Decree but only after WGI's receipt of an executed release 
as set forth in Exhibit A from each identified similarly situated individual. Payments to the 
Plaintiff-ltnervenors shall also be paid within fourteen (14) days but only after the receipt of 
separate releases signed by Plaintiff-Intervenors, which are not part of this agreement and to 
Case 1:04-cv-12097-MBB Document 54 Filed 03/17/2008 Page 4 of 29 
which the EEOC is not a party. To the extent that the monetary relief received by any individual 
includes both payments in the nature of back-pay and compensatory damages, WGI will provide 
a W-2 for back-pay payments and be responsible for deducting all applicable withholdings. As 
to payments for compensatory damages, WGI is not required to withhold taxes or make any 
employer contributions for FICA, except that it must issue IRS form 1099s for these payments. 
6. Payment shall be made by delivering to the individuals listed in Exhibit B. by 
United States Postal Service, certified mail receipt, a check in the complete amount of 
compensatory damages set forth in Exhibit B with the required 1099. A second check for back 
pay subject to all applicable withholdings and a W-2 form will also be sent to those individuals 
listed in Exhibit B. if applicable. This payment shall be subject to all applicable federal, state, 
and/or local withholding and/or payroll taxes and WGI will generate and issue W-2s for the 
relevant fiscal year. 
7. WGI shall send copies of the checks, the 1099 and W-2 forms, and return receipts 
to EEOC simultaneously with WGI's delivery to those individuals listed in Exhibit B. All 
submissions to the "EEOC" herein shall be directed to: R. Liliana Palacios-Baldwin, Senior Trial 
Attorney, JFK Federal Building, Room 475, Boston, MA 02203-0506. 
B. NOTICE AND POSTING 
8. No later than thirty (30) days after the Court's entry of this Decree, WGI shall 
post visibly on the employee bulletin board of each construction site of its Power Unit, a copy of 
the notice attached as Exhibit C printed on its letterhead and signed by WGI President. 
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C. EEO POLICIES. PROCEDURES AND RELATED EMPLOYEE TRAINING 
9. With EEOC's review and approval WG1 has, as part of this Decree, revised its 
EEO policies, procedures and protocols, including its complaint investigation and remediation 
procedures within the Power Unit. The revised policies shall include the name and contact 
information of the required EEO representatives as set forth in more detail in paragraph 15, 
below. It shall disseminate these revised EEO policies and its new graffiti policy (as defined in 
paragraph 12 below) to Power Unit employees by including the revised policies in an e-mail to 
all non-craft Power Unit employees, and to all Power Unit craft employees as a check-stuffer, no 
later than three (3) months from the entry of this Decree. WGI shall also include the revised 
policies in all relevant manuals (employee, management or other) within three (3) months of the 
entry of this Decree. These revised policies are attached as Exhibit D. 
10. WGI has established an e-mail address for Power Unit employees to lodge 
complaints of discrimination with its EEO Officer (D. Michael McDaniel, at the time of the 
execution of this Decree), directly. This e-mail address is: eeo@wgint.com, and is located on all 
relevant WGI EEO policies and procedures. WGI shall post its toll-free number (800-331-8482) 
for reporting complaints of discrimination, as well as the aforementioned e-mail address, and 
WGI's EEO policies and procedures at the punch clock area on each Power Unit construction 
site no later than three (3) months after the entry of this Decree. Further, WGI shall create and 
maintain, within three (3) months of the entry of this Decree, a centralized database of all 
reported complaints of discrimination in the Power Unit that will enable the EEO Officer to 
monitor the aggregated complaints made nation-wide and project-wide in order to identify repeat 
offenders, regional concerns, or patterns of discrimination that require prompt remediation. The 
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centralized database will be supervised by the EEO Officer and maintained by his or her 
designee. Where a complaint of discrimination is reported to the Power Unit EEO 
Representative (Vincent Gaudio, at the time of the entry of this Decree) or to an EEO Site 
Representative (as shall be designated pursuant to paragraph 13 below), immediate notice shall 
be given to the WGI EEO Officer who will update and review the centralized database within 
one (1) week. 
11. WGI shall create a minimum fifteen (15) minute orientation to WGI's EEO 
policies and procedures for all non-managerial Power Unit employees - including all new hires. 
This orientation shall be presented to all new hires within the first two weeks of employment. 
This orientation, along with any supporting agenda, reading materials or scripts, attached as 
Exhibit E. has been provided to the EEOC for review and approval prior to implementation. 
D. GRAFFITI POLICY 
12. WGI has created, as required by this Decree, a policy and procedure for both 
employees and management for handling discriminatory vandalism and discriminatory graffiti on 
its Power Unit worksites. Both the employee and the management focused policies are attached 
to this Decree as Exhibit F. This policy will be distributed as set forth in paragraph 9 above. 
E. FORMALIZATION OF EEO FUNCTION IN THE WGI POWER UNIT 
13. The Human Resources Director for the WGI Power Unit has been designated as 
the Power Unit's EEO Representative ("Power Unit EEO Representative"). As set forth in 
paragraph 10 above, at the time of the execution of this Decree, the Power Unit EEO 
Representative is Vincent Gaudio. He shall be directly responsible for EEO issues within the 
Power Unit and shall directly report to WGI's Corporate EEO Officer ("WGI EEO Officer") on 
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all EEO issues. As set forth in paragraph 10 above, at the time of the execution of this Decree, 
WGI's EEO Officer is D. Michael McDaniel. The Power Unit's EEO Representative shall be 
tasked with selecting a Power Unit EEO Site Representative ("EEO Site Representative") for 
each and every WGI Power Unit construction site. The Power Unit EEO Representative shall be 
responsible for ensuring that any and all EEO Site Representatives receive proper training, in 
accordance with the training paragraphs in Section F, below. In the event of a vacancy of any 
EEO Site Representative, replacement and proper training pursuant to this Decree of EEO Site 
Representatives shall be of priority to the Power Unit EEO Representative and shall be 
completed no later than (1) one week from a vacancy. WGI agrees to provide EEOC with notice 
of the date of selection and training of any replacements made at the end of every quarter. 
During the time of any vacancy, the Power Unit EEO Representative shall be responsible for the 
site(s)' EEO matters until a replacement is made pursuant to this paragraph. 
14. The Power Unit EEO Representative shall designate and train, as set forth in 
Section F below, the first EEO Site Representatives no later than three (3) months following the 
entry of this Decree and will ensure that no WGI Power Unit project is without a designated 
EEO Site Representative at that time. Where a complaint of discrimination is reported to one of 
the EEO Site Representatives on a WGI Power Unit work site, immediate notice shall be given 
to the Power Unit EEO Representative via telephone, electronic mail or facsimile. The WGI 
EEO Officer shall be accessible to the Power Unit EEO Representative and the EEO Site 
Representatives for guidance, suggestions, leadership, and intervention - where necessary - in 
the handling of any discrimination complaint for each WGI Power Unit project. 
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15. WGI has revised its relevant EEO policies and procedures to include the name 
and contact information of the Power Unit EEO Representative. Once selected, each Power Unit 
construction site shall immediately also post the name and contact information of the EEO Site 
Representative on or next to all posted EEO policies and procedures. 
16. The EEO Site Representative shall have responsibility for conducting an initial 
investigation into claims of discrimination by identifying the complainant and his or her contact 
information, any witnesses to the allegations made and relevant contact information, and the 
dates of the allegations made. Thereafter, the EEO Site Representative shall turn over his or her 
notes and have the necessary conversation(s) with the Power Unit EEO Representative regarding 
the complaint(s) made. Thereafter, the Power Unit EEO Representative shall conduct an 
investigation pursuant to WGI policy and procedure, and visit the site, if necessary, to complete 
the investigation, make a final determination, and determine whether remedial action like 
training, coaching, or additional policies and/or procedures are needed. The Power Unit EEO 
Representative shall also be responsible for communicating to the complainant the results of the 
investigation, including any remedial action taken, and for contacting complainant thirty days 
after the complaint in order to ensure that he/she has suffered no further incidents of 
discrimination or harassment. The Power Unit EEO Representative shall also have the 
responsibility to report the same to the WGI EEO Officer within forty-eight (48) hours of the 
time he becomes aware of the complaint, or if this date falls on a weekend or holiday, then the 
following workday. The Power Unit EEO Representative shall have the right to require the 
intervention or support of the WGI EEO Officer in the execution of his or her duties. At all 
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relevant times, the WGI EEO Officer will update the complaint database, as set forth in 
paragraph 10 above, with relevant information obtained within no later than one (1) week. 
F. TRAINING 
17. The EEO Officer and Power Unit EEO Representative shall attend an in-person or 
web-based training program (or a combination of both) to last at least four (4) hours regarding 
equal employment opportunity rights and responsibilities under state and federal law, including 
the issues of workplace race discrimination, harassment, and retaliation. One fourth of the time 
allocated to this training shall include training on how to effectively train others. 
18. This training will include discussion of WGI's anti-discrimination policies and 
procedures - including the new policies and procedures addressing graffiti in the workplace, and 
the implementation of the requirements of this Consent Decree. This training program shall also 
include a diversity and/or cultural sensitivity/competency component that uses role play and 
hypothetical situations to encourage discussion and engagement. Any non-web based training 
shall be completed within two (2) months from the date of the entry of this Decree and shall be 
performed by WGI's counsel in this matter, Jackson Lewis. Any web-based training shall be 
provided by Mind Leaders. The agenda for this required training, attached as Exhibit G, was 
provided to the EEOC for review and approval prior to implementation. 
19. All Power Unit EEO Site Representatives shall be trained by the EEO Officer 
and/or the Power Unit's EEO Representative for at least two hours (2) hours through a training 
session as set forth in paragraphs 17 and 18, and within three (3) months of this Decree. The 
Power Unit EEO Representative shall not designate or advertise any EEO Site Representative 
before he or she has been trained pursuant to this Section. All superintendents and assistant 
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superintendents shall be trained by the WGI EEO Officer or the Power Unit's EEO 
Representative for at least one (1) hour through a training session as set forth in paragraphs 17 
and 18 above, and within three (3) months of this Decree or upon any subsequent 
hire/designation. Training for superintendents and assistant superintendents shall emphasize the 
ways in which those with supervisory duties can foster a work environment that is free of 
discrimination and/or harassment and what the responsibilities are of managers, superintendents, 
and assistant superintendents when they know of discrimination on she. These employees shall 
also receive training on their requirement to interact with the Power Unit's EEO Site 
Representative and/or the Power Unit's EEO Representative on EEO related matters on any and 
every site. This agenda for this required training, attached as Exhibit H. was provided to the 
EEOC for review and approval prior to implementation. 
20. Non-temporary foremen on all WGI Power Unit construction sites shall also be 
required to participate in an abbreviated training as set forth above for at least thirty (30) 
minutes. This training shall be provided by the Power Unit's EEO Representative, by the Power 
Unit's EEO Site Representative, or his/her designee after being trained by the Power Unit EEO 
Representative. All non-temporary foremen shall be trained pursuant to this paragraph no later 
than one (1) week from hire and no later than three (3) months after the entry of this Decree. This 
agenda for this required training, attached as Exhibit I. was provided to the EEOC for review and 
approval prior to implementation. 
21. A certificate or other proof of course completion by all employees and new hires 
in the Power Unit of this training shall be provided to the EEOC. The certification or other proof 
of completion for the initial training to current employees and new employees shall be provided 
10 
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to the EEOC no later than one (1) year from the entry of this Decree and the certification or other 
proof of all subsequent training for any new hires shall be provided to the EEOC at the end of 
each fiscal year observed by WGI. 
G. WGI POWER UNIT SUBCONTACTORS 
22. The Power Unit's EEO Representative will ensure that all subcontractors are 
provided with copies of WGFs EEO policies and procedures identifying all WGI representatives 
to whom workplace discrimination complaints can be made prior to beginning work at any 
Power Unit construction site. The Power Unit EEO Representative will also instruct all 
subcontractors to distribute the WGI EEO policies and procedures to their employees working on 
a WGI Unit Power site at the time of hire or no later than one (1) month after the entry of this 
Decree, and prospectively within one (1) week for all new hires. 
H. MONITORING 
23. The EEOC has the right to monitor and review compliance with this Consent 
Decree. Accordingly, WGI will cooperate with the EEOC in any review function it seeks related 
to this agreement. Specifically, WGI agrees that the EEOC has the right to: (I) attend training 
sessions required by this Decree, (2) review any and all documents required by this Decree, (3) 
interview employees and management (in the presence of WGI counsel) related to the 
requirements of this Decree, and (4) inspect the premises of WGI Power Unit work sites with 
five (5) business days prior notice to WGI. 
24. Nothing in this Decree shall be construed to preclude the EEOC from enforcing 
this Decree in the event that WGI fails to perform the promises and representations contained 
herein. 
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Exhibit H 
AGENDA 
Supervisors - Training - 60 Minute 
Objectives of the Diversity Program 
What does the law require? 
Age Discrimination 
Disability and Handicap Discrimination 
Gender/Sex and Pregnancy 
Race and National Origin Discrimination 
Religious Discrimination 
Retaliation 
Harassment 
Who can commit unlawful harassment? 
Types of illegal conduct 
Company Policies - review and handouts 
Warning Signs of Discrimination 
Evidence of Discrimination 
How to respond to a complaint of harassment 
Investigation 
Liability - and case study 
Complaints of Discrimination - and case study 
Consent Decree 
Supervisor Acknowledgment 
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Exhibit I 
AGENDA 
Foremen - Training - 30 Minute 
Objectives of the Diversity Program 
What does the law require? 
Age Discrimination 
Disability and Handicap Discrimination 
Gender/Sex and Pregnancy 
Race and National Origin Discrimination 
Religious Discrimination 
Retaliation 
Harassment 
Who can commit unlawful harassment? 
Types of illegal conduct 
Company Policies - review and handouts 
Warning Signs of Discrimination 
Evidence of Discrimination 
How to respond to a complaint of harassment 
Investigation 
Liability 
Complaints of Discrimination 
Acknowledgment 
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